The study addresses the mismatch between labor supply and labor demand in Kosovo and how this is related to employability skills. Self-report questionnaires were used for collecting data from two groups of respondents, employees and employers, in order to consider both sides of the labor. The within and between groups analyses were conducted using paired sample t-test in the level of skills acquisition and skills requirement. Results indicate that there is a mismatch between labor supply and demand for both groups. The study investigated also the effects of personal attributes in the transition of young graduates from education to employment. The backward stepwise regression analysis showed that personal attributes partially predicted the job gain and job maintenance. The discussion focuses on the practical implications of the study results and guiding study limitations for future research.
Introduction
European Union (EU) in 2000 set an overall socioeconomic objective for the EU society to become a growing sustainable economy and globally competitive by having better jobs and social cohesion. This objective called for a flexible labor market throughout EU to play an important role in tackling unemployment in Europe. In this respect, education and on-the job training have been considered as determinant human capital elements to enhance the labor market flexibility (OEDC, 1995) . These two elements seem to coincide with two sides of the labor market, namely the labor supply (mainly implying education) and the labor demand of organizations/employers. In order to enhance employment prospects it is important that these often divergent labor aspects effectively match. In the context of matching the labor supply and demand important role play the workforce"s employability skills developed through education. These skills together with personal attributes are supposed to facilitate the employment transition of young graduates. The primary objective of the present study was to investigate the (mis)match between the labor supply and demand in Kosovo in terms of employability skills. In addition, as a second objective, it was tested whether personal attributes affected gaining and maintaining employment. Kosovo has a growing population, which is considered as the youngest in Europe (World Bank Kosovo, 2008) . According to Statistical Office of Kosovo (SOK), 2009) the Labor Force Survey estimates a very high unemployment in Kosovo, 44.6% among general population, and 73% among young people aged 15-24. Since some 90% of the unemployed have been out of work for more than one year, Kosovo can be viewed as a
Theoretical review and hypotheses

Employability background
The concept of employability has been studied for over a century time. It was first introduced by Beveridge in 1909 (Mansfield, 2001 ). In the 1950s, the employability concept was introduced in the labor market domain (Feintuch, 1955) , and stressed the socalled "socio-medical employability". By that time it focused on the gap between the work requirements and the existing work abilities (in the social, mental or physical aspects) of disadvantaged people (Gazier, 1999) . From the 1990s until now, employability was broadened to an inter-dimensional concept, incorporating labor market situation & knowledge, and organization policies (Bloch and Bates, 1995; Hyatt, 1996) . As a result, employability became a focus of many countries (Europe, Canada, USA, Australia), and development and policy making organizations (e.g., OECD 1998; CEC (Commission of the European Communities) 1999; Gazier 2001) as an important component of labor market policy. Since the employability concept developed worldwide, the concept of employability skills have been approached in a number of ways. For instance, in Europe these skills are termed core skills, transferable skills or key qualifications; in the United States as basic skills, necessary skills, workplace know-how; in Canada as employability skills; and in Australia as key competencies or generic skills (National Center for Vocational Education Research of Australia (NCVER), 2003) .
Employability definition
Employability is a main concept in many countries, for researches and practitioners alike. Various definitions have been used, mainly with the focus on labor market factors and individual characteristics related to employability. Many scholars (McLeish, 2002; Brown, Hesketh and Williams, 2003; Sanders and de Grip, 2004; Rothwell and Arnold, 2005) define employability as "individual"s capability to gain and maintain employment". This definition implies not only one"s educational outcomes that facilitate his/her transition to employment, but also counts on-the-job learning efforts through which one further increases skills and knowledge to maintain job as well. Employability skills are not technical skills or job-specific skills. They are transferable skills that can be met in a horizontal level across industries and in a vertical dimension across hierarchical positions in organizations. They include such as communication skills, ICT skills, problem-solving skills, and so on.
Employability as a construct
During the last two decades, employability was systematically investigated. According to Outin (1990) employability incorporates four elements: individual qualities, occupationspecific skills, the labor market situation, and government and employer training policies. This construct includes both supply and demand factors, which are determinant to enhance one"s opportunities to become active and remain in the labor market. Fugate et al. (2004) sees employability as a psycho-social construct with three dimensions: career identity, personal adaptability, and social and human capital, which alleviates the movement within and between organizations. The employability concept by Outin is a cross-dimensional construct, while the construct considered by Fugate et al. refers more to person-centered factors and personal attributes. Personal attributes (adaptability, commitment, reliability, and so on) play a decisive role in getting and maintaining a job. It may be further assumed that these characteristics may have a moderating effect to strengthening the process of transition to employment. That is, on the one hand one tries to "adapt" the acquired knowledge and skills in a structured resume/CV to requirements of the job characteristics and further to the selection process, facilitating him/her-self to get the job. To achieve this, one should possess a significant level of "commitment" towards such objectives and being "confident" that he/she "can do it". On the other hand one again committed and with confidence makes efforts to transfer to work practice the theoretical and practical knowledge acquired in education, by adapting this process from an educational environment to an organizational setting, therefore facilitating the maintenance of the job, and so on. The present study investigates the possible moderation of personal attributes/characteristics in getting and maintaining job. This moderation is assumed to strengthen the facilitation to one"s employment.
Hypotheses
The present study investigates the (mis)match between the supply and demand of the labor market in Kosovo in terms of employability skills. This could be of help to Kosovo policy makers in identifying the labor market"s constraints regarding the employability skills fitting between both labor sides. This study introduces a schematic model, with both the labor supply and demand. This "weight-scale model" represents the match between the two sides of labor market in an "ideal equilibrium" in terms of employability skills. The introduced model has been built on the basis of a framework (see appendix A) developed under auspices of REFLEX (Research into Employment and professional FLEXibility) project. This framework, under the base of acquisition and requirement of professional competences, underlines the flexibility of young professionals to be functional in a knowledge society. The present study directly tests the model via a number of hypotheses. Employers in Kosovo often claim that the young workforce is too poorly skilled to get and maintain a job (USAID, 2009) . It is therefore hypothesized (H1a) that the education does not adequately equip the young workforce with necessary skills to ensure success in getting and/or maintaining job. The hypothesis implies a mismatch between the supply and demand of the labor market, as represented by the "weight-scale model" in Figure 2 . From this assumed shape of the model follows the next hypothesis (H1b): demand of employability skills overweighs what the education is able to supply. This may imply that the educational system is too slow in developing the employability skills to fulfill the labor market demands.
FIGURE 2. THE 'WEIGHT-SCALE MODEL' INDICATING THE MISMATCH BETWEEN LABOR SUPPLY AND DEMAND
Personal attributes have been considered above to have an important role in the transition to employment. They have been assumed, together with employability skills, to have a sustainable influence on getting and maintaining job. More specifically, personal attributes may affect the development of what Moss Kanter (1989), Hawkins (1999) , and Opengart &Short (2002) called "employability security". With the changing nature of careers (Hillage and Pollard, 1998; van der Heijden, 2002) and the economic impact of skills and labor shortages (Clark and Patrickson, 2007) the labor market policy is moving from "employment security" to "employability security". This means that people are no longer employment-secured as they spend only a small part of their life doing one job. This is exemplified by the transitional role of careers today in often project-based work. In contrast, people become more employable and employment secured when they develop proper employability skills, and are able to access the flexible labor market. Personal attributes can have a moderating role as they may cause the individual"s capability to adapt to new and diverse demands of the labor market in terms of both job and organizational requirements. Harvey (2006) stresses the importance of personal attributes for transition to employment. He rejects the simplicity model also referred to as the "magic bullet" model, which states that completing higher education automatically results into the development of employability skills. Harvey argues that other factors should be added to the model such as work experience, but also personal characteristics including age, gender, ethnicity, and personality traits. In the present study it is therefore hypothesizes that (H2) personal attributes including psychological characteristics play a positive moderating role in getting a job, as well as in maintaining employment. Figure 3 represents this hypothesis as an elaboration of the magic bullet model.
FIGURE 3. MAGIC BULLET MODEL WITH PERSONAL ATTRIBUTES ADDED
Methodology
Participants and administration procedure
In order to test the hypotheses, the present study uses two self-report questionnaires, which were sent to two separate groups. One questionnaire was designed for participants comprising employees working on public and private organizations of different economic sectors. The other questionnaire was designed for employers, respectively public and private organizations. Five students were initially trained in basic field administration of questionnaires and collected the questionnaire data in the field. The students briefly explained to respondents the purpose of the survey and the content of the questionnaire. An explanatory sheet of important terms used in the questionnaires was sent along with questionnaires to the participants. Participants provided their contact information in the questionnaires, in order to receive an electronic copy of the final report.
Employer participants
The "employer sample" was disproportionate and stratified by region and economic sector that the organizations belonged to. The employer questionnaire was sent to 100 organizations and was filled in by 100 employers. Participants of this group were selected to be human resource experts and supervisors working on public or private sectors. This group of employers is aware of the demands of the employability skills for particular job positions, as they are involved in job analyses and recruit new staff. Employer participants come from organizations belonging to different economic sectors, to account for the possibility of common employability skills across different professions. Seven out of 17 economic sectors were selected based on the Nomenclature Economic Activities (NACE), including trade, agriculture and horticulture, public administration, education, manufacturing, health, and construction. These sectors employ 72% of the total market (SOK, 2008) . Table 1 presents how the contacted organizations were dispersed across the sectors. After collecting the100 employer questionnaires, 27 of them were removed because they either were not properly completed or had missing answers from the important parts of the questionnaire. Of the organizations 81.9% are locally originated, whereas the other percentage has their roots in international organizations. Including the diversity of local and international organizations in the study ensures that the measurement of labor supply and demand on employability skills was done on a diversity of work and organizational climates.
Employee participants
Employee participants were selected in the same organizations as employer participants, but stratified by age, gender and education level. Questionnaires were sent to 200 employees having different work positions. From them only 140 or 70% were considered for the study, because the rest (60 questionnaires) were not properly completed. Employee participants have been considered in this study to be between 16 to 30 age cohorts. This criterion was chosen because, as mentioned earlier, the education system has undergone rapid reformation during the last decade (2000) (2001) (2002) (2003) (2004) (2005) (2006) (2007) (2008) (2009) (2010) . Therefore, it is important that the employee participants have at least either completed secondary or tertiary education or both during the last decade, in order to see the effects of transitional education system in the development of employability skills. The age cohorts were divided in three groups: 16-18 constituting with 3.6% of the participants, 19-24 with 39.9%, and 25-30 with 56.5% of the participants. In addition, 40% of employee participants are with secondary education. 58% of respondents were male and 42% were female. Both participant groups have similarities in terms of organizational characteristics and in the field in which the organization operates. The level at which they differ is the "employee-employer" distinction and the hierarchical position they have in the organization. In addition, there was no overlap of participants between the both groups.
The variables for this study on employee questionnaire are employability skills, personal attributes, time being unemployed since graduation, time being employed since graduation, age, and gender. The construct of employability skills constitutes nine dimensions: communication skills, thinking creatively and problem solving skills, initiative and enterprise skills, planning and organizing skills, teamwork skills and culture awareness, self-management skills, learning skills, ICT skills, and numeracy skills. These dimensions were basically derived from two frameworks, the European Reference Framework for Lifelong Learning on Key Competences, and the ACCI/BCA (Australian Chamber of Commerce and Industry & Business Council of Australia) Framework on Employability Skills for the Future (2002) . The nine employability dimensions contain 29 items, three items per each dimension. With regard to comparing the labor supply and demand on employability skills, participants were asked to score the items on the level of skills acquisition from education and the level of skills requirement on the workplace. The dimension of personal attributes is taken from the ACCI/BCA (Australian Chamber of Commerce and Industry & Business Council of Australia) Framework on Employability Skills for the Future. This dimension is an independent variable and contains thirteen items like commitment, adaptability, self-presentation, work pressure, reliability, motivation, and so on. These items asked participants to score their answers in the level of job gain and job maintenance in order to verify the assumption of whether personal attributes facilitate the transition of young graduates from education to employment. In addition, with regard to job gain, the respondents were asked the following question: "How many months have you been unemployed since graduation in your last study programme?" Thus, the higher scoring of personal attributes would presumably result to less time being unemployed after graduation. For job maintenance respondents were asked a contrary question to the first one: "How many months have you been employed since graduation?" Therefore, the higher scoring of personal attributes was assumed to result to higher length of employment. The time cohort being unemployed and the time cohort being employed are considered as dependent variables, expected to be moderated by personal attributes.
Employer questionnaire
Employer questionnaire contains the same dimensions of employability skills with same items as in employee questionnaire. Other organizational variables, such as region, economic sector, and organization origin were added to this questionnaire.
Measures and statistical procedure
Employability skills. The nine dimensions of employability skills were measured in a 27-item scale (three items per each dimension) in the level of acquisition and requirement. The scale was adopted from "Master Questionnaire" developed under REFLEX project (http://www.fdewb.unimaas.nl/roa/reflex/ ). All responses were scored on a 7-point Likert scale with response options ranging from 1 (extremely low) to 7 (extremely high). Reliabilities (coefficient alpha) for the employability skills dimensions obtained in the current study show a high internal consistency of the items, and are presented in the In the theoretical section was proposed that the education system poorly equips the young workforce with employability skills (H1a) with a much higher requirement level of employability skills (H1b). These hypotheses were tested using paired sample t-test. Initially, as this scale contains 27 items, three items per dimension, the items were computed using mean option per each dimension. Using paired samples t-test, withingroup and between-group analyses were conducted in comparing means of scored responses of employability skills in the acquisition and requirement levels. Table 3 shows how the analyses were planned. Personal attributes. The thirteen items of personal attributes were assessed in a five-point Likert scale, ranging from 1 (not at all) to 5 (very much). Reliability (Cronbach"s alpha) for job gaining is α = 0.88, and for job maintenance is α = 0.84, which both indicate high internal consistency. Concerning hypothesis 2 assuming that personal attributes may moderate the transition from education to employment and further the job maintenance, these items were measured in two levels as well, job gain and job maintenance. To test this hypothesis regression analysis was employed using backward stepwise method. Before conducting regression analysis, outliers were identified using scatter plots (see appendix B). Outliers were in the dependent variables, respectively "number of months unemployed since graduation" and "number of months employed since graduations. According to Cohen et al. (2003) cases from a different population that the one of interest can be deleted. As stated earlier employee participants included in the present study were considered 30 years or younger, to ensure that their education took place during the system reformation period. Therefore, the removed outliers indicated number of months over 120 either for employed or unemployed variables, which reflected to a time period more than 10 years. Those scores were either by mistakenly marked high or those employees marking such high scores were really over thirty, therefore not respecting the criteria of the sample selection.
Results
Comparability between labor supply and demand
Hypotheses 1a and 1b assumed that the education system does not equip the young workforce with adequate employability skills, and that the acquired level of employability skills at school is lower than the required level at the labor market. Within-group and between-group analyses using paired samples t-test were performed to test these hypotheses.
Within-group analysis
In within-group analysis it was important to see how the levels of acquired and required skills differ first among the employee group, and second among the employer group. The analyses were done through comparing the means of scales for each group in both levels. Note: For dimension under 3, df = 68: for dimensions under 1, 5, 6 and 9, df = 67: for dimensions under 2 and 4, df = 66 and for dimensions under 7 and 8, df = 65. *p<0.05, **p≤0.01, ***p≤0.001 (two-tailed)
Between-group analysis
Between group analyses were performed to see if there existed any significant differences in means comparison among both groups in the both acquired and required levels of employability skills. Table 7 shows how the means between groups were compared. EEAC-ERAC analysis. Table 8 shows that employee and employer groups have scored differently on the acquired level of employability skills. The overall scale difference is statistically significant (employees: M = 5.1, SD = 1.54; employers: M = 4.33, SD = 1.49; t(136, 66) = 3.24, p < 0.05). On the all nine employability skills dimensions employer group have scored lower. Although both groups have scored lower on the acquired level of employability skills, employer group seems more to estimate the education system as non-properly contributing to adequate level of skills development. However, the nine dimensions of employability skills at the acquisition level among these two groups seem not to be significantly correlated with each other. Significant positive correlation (r = .35, p < 0.5) appears between two groups on the "team work & culture awareness' skills only. Figure 4 displays the graph lines of overall picture of between and within group scores.
FIGURE 4. COMPARABILITY OF THE REQUIRED AND ACQUIRED LEVELS OF EMPLOYABILITY SKILLS AMONG EMPLOYEE AND EMPLOYER GROUPS
Personal attributes and transition to employment
Regarding hypothesis 2 the personal attributes such as commitment, reliability, motivation, and so on, would have a positive effect in facilitation of transition of young graduates from education to employment. To test this hypothesis backward stepwise regression analysis was performed for job gain and job maintenance, reporting correlations and regression coefficients.
Job gain
The correlations among the variables are depicted in Table 10 . There are only three significant correlations (work under pressure, r=0.37, p<0.05; work-life balanced, r=0.35, p<0.05, and loyalty, r=0.29, p<0.05) between the dependent variable (number of months unemployed since graduation) and the predictor variables (personal attributes). In addition, Table 10 indicates many inter-correlations among predictor variables. The influencing effects of the independent variables were examined using the backward elimination stepwise regression with P>0.10 as the criterion for removal. All thirteen independent variables were entered in one block. As shown in Table 11 (Appendix) only two dependent variables, work-life balance and working under pressure were significantly related to independent variable (number of months unemployed since graduation) from step seven to step eleven. The other eleven independent variables were removed from models 2 to 11 in the range as the following: loyalty, reliability, common sense, motivation, honesty/integrity, sense of humor, adaptability, enthusiastic, commitment, self-esteem, and self-presentation. Job gain was significantly predicted only by work-life balance (βi=0.43, t (38)=2.64, p<0.05), and working under pressure (βi=0.37, t (38)=2.56, p<0.05). Table 12 presents the correlation coefficients among dependent and independent variables for job maintenance. Work under pressure (r=0.19, P<0.05) and reliability (r=0.18, P<0.05) were significantly correlated to job maintenance. However, Pearson correlation coefficients for these two variables are low to consider for valid correlations. Because only two independent variables showed slight correlation with the dependent variable, the regression analyses were done in two blocks using backward stepwise method with P>0.10 as the criterion for removal. In the first block the variables work under pressure and reliability were entered, while the rest were entered in the second block. Results presented in Table 13 (Appendix) show that only one independent variable, adaptability, significantly predicted job maintenance, βi=0.24, t (38)=2.16, p<0.05 (from step 9).
Conclusion
The present study examines the (mis)match between the labor supply and labor demand on the employability skills. The comparison of these two systems was done employing paired samples t-test in within-groups and between-groups levels. The results derived from these analyses suggest that there is a strong support for hypotheses 1a and 1b for both groups. In within-groups analyses, both employee and employer groups estimated that the level of requirement of employability skills at the work place is much higher than what education provides. Employer participants perceive even a bigger gap between these two sides of the labor. The different perception of labor supply and demand mismatch by both groups brings another unexpected result. This difference may imply that employers and employees do not have similar estimation of the level of skills. This may be at least for two reasons. First, Kosovo educational institutions lack of adequate students" performance management at both schools and universities and that students are not aware whether their level of employability they have got from education is appropriate for entering labor market. Second, there is some kind of performance management system in place that is not functional, for which businesses do not report. This could have resulted in a lack of tracking among businesses of the adequate skills demand. Consequently, enhanced performance management systems in education institutions and organizations for tracking the skills development and skills demand would be an important initial step of filling the gap between labor supply and demand. Moreover, embedding employability skills in curriculums of secondary and tertiary education is another key point for development of employability skills per labor market demands (Harvey, 2006) . Results from between-groups analyses present other additional significant differences among employer and employees. On the one hand results show a dominating discrepancy between employers and employees on the level of skills requirement. As displayed in the Figure 4 , employers were likely to go beyond estimations of employees on what they expect about employees" level of employability skills possessed to fulfill workplace requirements. On the contrary, employees" perception of possessing their level of skills is not likely to fulfill the level of employers" expectations. The findings on the other hand show that on the acquired level the discrepancy between employees and employers is much higher than on the required level. Employers group seem to underestimate the influence of education on developing employability skills even much more than their employee counterparts. Figure 4 reveals another interesting discrepancy between employees and employers in estimation of skill development and skill requirement. The two extreme lines are employers" scoring, where the lowest one indicates scoring on skill acquisition, and the upper one indicates the scoring of skill requirement. This shows first a high mismatch between the labor supply and demand, and second it shows a far distinct estimation between employees and employers on the both development and requirement levels of employability skills. Hypothesis 2 stated that personal attributes would have a moderating role on transition to employment, respectively job gain and job maintenance. The findings of the present study only partially supported this hypothesis. In the job gain the backward regression analyses suggest that only two personal attributes, work-life balance and working under pressure, significantly predicted job gain. Job maintenance was predicted by only one variable, adaptability. These results suggest that maintaining a continuous work-life balance and enhancing a work-style where pressure of time and work demands are properly handled by adapting individual skills with job circumstances would increase opportunities of a more sustainable employment. In addition, other ten personal attributes were not found to have any prediction effect on either job gain or job maintenance. Although sets of attributes can change form over the transition as people enter into adulthood, the personal attributes that were not shown to be predicting the transition to employment in the present study may be subject of prediction of both job gain and job maintenance in other circumstances. This means that extending the sample in a higher age of participants than 30 would result in a better predictive level of personal attributes for transition to employment.
Study limitations and future research
The present study reveals important findings concerning the influence of employability skills and personal attributes in the transition of young graduates from education to employment. However, there are a numerous limitations of the study that may be considered in the future research of this nature. First, in comparing the labor supply and demand paired-samples t-test was employed for within and between groups analysis. A mixed ANOVA design (2x2) method would bring more important interactions of the factors in both within and between groups analyses, considering also age and gender differences. Second, in the present study the scale of personal attributes measured perceptions of employees whether they could have helped them in gaining and maintaining job. These perceptions might have been biased from factors such as self-efficacy. Therefore a different scale designed, i.e. measuring directly the level of personal attributes among employees rather than measuring their perceptions, would have been more appropriate to see the impact of personal attributes in job gain and job maintenance. Third, the context where the predictive level of personal attributes was investigated could have biased the verification of the hypothesis. This may have been caused due to two things: first, by the fact that the transition of young workforce to employment can be as long as 10 years in Kosovo (World Bank, 2008) ; and second the unemployment rate of young people in Kosovo is very high, 73% (SOK, 2009 ). Both cases reflect on incapability of the labor market to absorb the vast number of unemployed. Therefore the effects of personal attributes in facilitating the transition to employment would be more appropriately investigated in the contexts where the employment of young graduates is not much a concerning issue. Finally, the labor market in Kosovo is not very competitive. There is a high presence of employment through acquaintances and family relations. UNICFEF/Kosovo (2010) reports that around 76.5% of young people agreed that contacts through family and acquaintances enhance a person"s employability. This fact indeed may influence the employers" decision to underestimate the importance of one"s level of employability skills and personal attributes to consider for employment. Hence, considering the investigation of personal attributes in more competitive and transparent labor markets would bring more light on seeing their impact in facilitating the transition to employment
Practical implications
The present study brings important findings to be utilized for pragmatic purposes. First, the education system has never focused directly on the development of employability skills in its graduates, as it focused more on lectures and rote learning (ETF, 2007) . Thus, the present study revealed insufficient development of the employability skills by the education system. Second, the Ministry of Education, Science and Technology in Kosovo is in the process of development of new curriculum for pre-university education. This curriculum takes to a high existent in consideration the development of employability skills. Therefore, the present study serves as a baseline to compare the current situation of skills development in Kosovo both in secondary and tertiary education. Finally, for as long as self-report measures are used to compare the labor supply and demand on employability skills, the model used in the present study demonstrates a significant pattern of visualizing the (non-)consistency of these two labor sides. The model could be further generalized in comparison of the two sides of labor also on other skills development, like technical or job specific skills. It is the scale measurement on the acquisition and requirement levels that remains the core frame of the model, whereon the content of items might change to whether one measures technical or non-technical skills development. Note. R2 = .12 for Step 1; ΔR2 = -.01 for Steps 2, 9, 10, 11; ΔR2 = -.03 for Step 3; ΔR2 = .001 for Step 4; ΔR2 = -.001 for Steps 5, 7; ΔR2 = -.002 for Step 6; ΔR2 = -.003 for Step 8; ΔR2 = -.004 for Step 12; *p < .05.
